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ABSTRACT 
Presently, the Kenya Roads Board faces many complaints for lack of effective service 
delivery from both the industry players and its own internal staff. Customer and 
workplace satisfaction surveys done by the human resource department always turn out 
negative reviews, and efforts to change the way things are done have not been very 
successful. As a result, there was need to undertake a study on factors affecting 
implementation of human resource strategic plans in public sector in Kenya on a case 
study of Kenya Roads Board. The specific objective of the study was to examine effect of 
organization structure, change management technique, organization culture and 
leadership style on implementation of human resource strategic plans in public sector. In 
the methodology, the study adopted descriptive research design; the target population was 
92 staff. The sampling design was stratified random sampling technique. The data was 
analyzed by adopting quantitative technique aided by MS. Excel to generate percentages 
and frequencies. The presentations were in form of tables and figures. From the findings, 
it was noted that in organization structure in this organization, there was clear task 
divisions among employees during implementation of HR strategic plans, this meant that 
by dividing tasks, employees were able to specifically focus on roles they can each 
deliver and thus, it was considered best way to achieve on strategic plans. The study 
found that the management has promoted awareness of handling change management to 
drive implementation of HR strategies. The study recommends that management of 
Kenya Roads Boards should ensure that there is clear task divisions among employees 
during implementation of HR strategic plans so that by dividing tasks, employees would 
be able to specifically focus on roles they can each deliver during the implementation of 
strategic HR plans. 
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     CHAPTER ONE 
    INTRODUCTION OF THE STUDY 
1.0 Introduction 
In this chapter, the study comprises of background of the study, objective of the study, 
research questions, significance of the study, the scope of the study and the chapter 
summary. 
 
1.1 Background to the Study 
Strategic planning is an authority administrative process including arrangement of 
explanatory and evaluative strategies that detail an expected system and the methods 
or procedure of executing it while remaining focused (Kandlousi, 2010). Strategic 
planning is worried about building up a partnership's main goal, targets, 
methodologies, and arrangements which shapes the premise of conveying to others 
keeping in mind the end goal to illuminate, propel and include them (Whetten, 2009).  
Strategic arrangement for human resource guarantees viable utilization of resources 
by concentrating human resources on the key needs, fills in as a system for choices or 
for securing support, empowers observing of results and be responsible to, helps with 
benchmarking, execution checking and assessment, and animates change and progress 
toward becoming building obstruct for next arrangement (Shin & Jemella, 2012).  
 
Human resource systems emerge from the appropriation of a strategic way to deal 
with individual’s administration which is lined up with the business technique and 
which is reflected in set human resource approach activities particularly intended to 
accomplish the strategic objectives of the business (Burnes, 2014). As per Akanji 
(2015), human resource systems mirror the reasoning of senior administration as to 
treatment of human resources and address the different exercises identified with their 
administration. The basic commence of this is the human resource work bolsters 
corporate objectives by creating and actualizing individuals administration rehearses, 
which connect with representatives and urge them to coordinate their endeavors 
towards the accomplishment of hierarchical objectives.  
 
The most unmistakable part of strategic human resource administration is in this way 
the arrangement of human resource strategies and procedures in presence in an 
association and how they address different parts of individual’s administration, for 
example, enlistment, decent variety, administration improvement and reward and 
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work relations. As such, instead of having the capacity to recognize a human resource 
system for an association, one experiences a hierarchical enrollment technique or 
assorted variety procedure or reward methodology that is unequivocally tended to as a 
human resource administration system (Chiaburu, & Tekleab, 2013). 
 
1.1.1 Strategic Planning Implementation 
Strategic planning execution can be conceivable if the approach producers outline 
HRM utilizing developing thoughts like inventive and imaginative conduct, add up to 
commitment to the firm, cross useful reconciliation, high worry for client esteem, 
overseeing decent variety, and utilizing work as basic speculation (Havenga, 2012). 
Change of social esteems will improve strategic planning usage if all around guided 
by initiative as change specialists (Cameron & Quinn, 2011). However, as it may be 
unthinkable for authority to achieve all representatives, assignment of authoritative 
responsibility is essential (Connors & Smith, 2011). Strategic HRM is essential to 
guarantee assignment of this authority for change is done in the correct route for 
methodology execution's prosperity. Inspiration of individual representatives for 
disguise of the coveted esteem is likewise imperative to decrease protection of 
progress (Cameron & Quinn, 2011). Maurer (2010), proposed that initiative ought to 
give intends to defeating the protection through formulated methodology promising 
winning for all by means of the change. 
 
1.1.2 Concept of Strategic Plan for Human Resource 
Armstrong (2010), characterized SHRM as an approach characterizing how the 
association's objectives would-be accomplished through individuals by methods for 
HR procedures and incorporated HR arrangements and practices.HR rehearses 
prompts decision of strategic plans for improvement of general HR techniques and 
execution of methodology while changing representatives' conduct. The idea of 
strategic human resource administration is intricate and obscure and to comprehend it, 
one needs to break down its components and characterize its points. The key 
components express that to begin with, inward procedures of hierarchical change are 
caused or required by procedures of outside ecological change; besides, under these 
new natural weights, for instance rivalry, innovation, client requests and so on, 
administration must grow new and proper methodologies to safeguard or progress 
corporate intrigue.  
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In conclusion, Armstrong (2010), clarifies that the strategic reaction thusly requires 
authoritative reactions if the association is to accomplish changes in a few or all parts 
of human resource structures and frameworks. Strategic human resource 
administration lays on two principal suspicions: one that an association's human 
resources are of basic strategic significance, for example, the aptitudes, conduct and 
cooperation of representatives can possibly accommodate both the establishment for 
methodology plan and usage. 
 
1.1.4 Kenya Roads Board 
The History of KRB goes back to 1992 when the Kenya Government together with 
the Road Maintenance Initiative (RMI) World Bank group facilitated a Road Sector 
Stakeholders Seminar, to address the falling apart state of the street organize in Kenya 
and the requirements to opportune and appropriate street support. The distinguished 
requirements were institutional, administrative and monetary. It was settled that a 
reasonable wellspring of subsidizing be built up and the current street administration 
institutional set-up be investigated. In 1993, the Road Maintenance Levy Fund 
(RMLF) Act was authorized, giving a maintainable wellspring of subsidizing for the 
upkeep of the street arrange.  
Kenya Roads Board (KRB) was set up through an Act of Parliament, KRB ACT No. 
7, in 1999 and was given presidential consent on sixth January 2000 and the Act 
initiated on first July 2000. The act specifies the following as the mandates of the 
board:-Administer the funds derived from the Road Maintenance Levy Fund (RMLF) 
and any other funds that may accrue to it, coordinate the development, rehabilitation 
and maintenance of the road network, with a view to achieving efficiency, cost 
effectiveness and safety. 
 
1.2 Statement of the Problem 
HR strategic planning is an important constituent of strategic HR management. It 
helps management to make HR related decisions like; recruitment strategies, training 
and development strategies, restructuring strategies, outsourcing or collaboration 
strategies to support the future direction of the company. In situations where human 
resource strategic plans are not implemented successfully, a gap develops that give 
rise to difficulties in achieving the goals of an organization. For those in senior 
positions, the inability to steer the organization towards achieving the human 
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resources strategic plans results to unexpected anxiety. It is expected that human 
resource strategic plans be a document that guides the organization; however, poor 
implementation of the plan results in it becoming a document that is not effective 
(Pfeffer & Sutton, 2006). 
 
Various studies have been done on the concept of Strategic planning for Human 
Resource Management at workplaces. Kiai (2012), studied Strategic Human Resource 
Practices among insurance companies in Kenya and established that strategic human 
resource management has two major perspectives; namely Management as an integral 
part of an organization’s strategy two, Human Resource as a strategy in itself. Ituu 
(2010), while studying Strategic Human Resource Management Training and 
Development Practice for Cooperative Bank, found that the specific approach and 
process of people management may vary from organization to organization, but the 
key concept remains the same, while a study done by Mwangi (2010), on Strategic 
Human Resource Management Practices Adopted by Mobile phone service providers 
found that strategic HR management is the interface between Human Resource 
Management and Strategic Management. 
 
While the studies above relate to the Strategic Human Resource Management plans, 
they do not specifically deal with the factors affecting implementation of human 
resource strategic plans at Kenya Roads Board resulting to a research gap. This gap 
arises in the context that presently, the Kenya Roads Board faces many complaints for 
lack of effective service delivery from both the industry players and its own internal 
staff. Customer and workplace satisfaction surveys done by the human resource 
department always turn out negative reviews, and efforts to change the way things are 
done have not been very successful. This study aimed at bridging this gap by 
identifying the factors affecting implementation of human resource strategic plans in 
the public sector. 
 
1.3 Objectives 
To examine the factors affecting implementation of human resource strategic plans in 
the public sector in Kenya. 
 
1.3.1 Specific Objectives 
The following research objectives guided the study 
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i. To determine the effect of organization structure on implementation of human 
resource strategic plans in the public sector in Kenya. 
ii. To assess the effect of change management technique on implementation of 
human resource strategic plans in the public sector in Kenya. 
iii. To assess the effect of organization culture on implementation of human 
resource strategic plans in the public sector in Kenya. 
iv. To examine the effect of leadership style on implementation of human 
resource strategic plans in the public sector in Kenya. 
 
1.4 Research Questions 
The following research questions guided the study 
i. How does organization structure affect implementation of human resource 
strategic plans in the public sector in Kenya? 
ii. To what extent does change management technique affect implementation of 
human resource strategic plans in the public sector in Kenya? 
iii. How does organization culture affect implementation of human resource 
strategic plans in the public sector in Kenya? 
iv. What is the role of leadership style on implementation of human resource 
strategic plans in the public sector in Kenya? 
 
1.5 Justification 
1.5.1 The Management of Kenya Roads Board 
The study will be useful to the managers and other decision makers at The 
Management of Kenya Roads Board and the various stakeholders of the public sector 
in general. The findings and recommendations will benefit strategic planners and 
policy makers in designing the best practices and procedures to boost employee 
performance. The study will identify the strengths and weaknesses on performance of 
Kenya Roads Board in terms of training, motivation, communication, conflict 
resolution and change management therefore have knowledge of where to improve or 
maintain.  
 
1.5.2 Other Public Organizations 
Findings from the study will be used by organizations that are facing challenges 
during the implementation of human resource strategic plans. Additionally, by 
enlisting the effects of implementation of human resource strategic plans, the research 
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will serve as a revelation to many other public organizations seeking to address the 
concepts of human resource strategic plans so that they do not blindly borrow the 
concept and end up implementing human resource strategic plans that are not 
adequately viable. 
 
1.5.3 Researchers 
This study will be a source for theoretical reference for other researchers, scholars or 
any other interested party on the topic of implementation of strategic plans and 
especially on the effects of the same on organizational performance in public sector. 
 
1.6. Scope of the Study 
The purpose of this research was to examine the factors affecting implementation of 
human resource strategic plans in the public sector on a case of Kenya Roads Board, 
which is situated at Kenya Re Towers-3rd Floor off Ragati Rd, Upper Hill Nairobi 
City County. The study involves the staff working in this organization. The study had 
specifically addressed the influence of organization structure, resistance to change, 
organization culture and to examine effect of leadership style on implementation of 
human resource strategic plans within the public sector in Kenya. The study was 
completed within a period of four months from July 2017 to October 2017. 
 
1.7 Chapter Summary 
This study was structured into five chapters. Chapter one covers the background of 
the study, statement of the problem, objectives of the study, research questions, 
purpose of the study, significance of the study, scope and chapter summary. The 
chapter addressed the determinants of the implementation of human resource strategic 
plans in public sector with reference to Kenya Roads Board. 
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     CHAPTER TWO 
        LITERATURE REVIEW 
2.0 Introduction 
This chapter has the following sections; the theoretical review, the empirical review, 
the research gap and the conceptual framework as outlined. 
 
2.1 Review of Theoretical Literature 
This section addresses various theories that already exist, relations between such 
theories and the extent to which these theories have been investigated and 
contributions generated from other authors to support the study. The study will 
address the following theories. 
 
2.1.1 Human Capital Theory 
Torrington (2008) clarifies that human capital implies the joined knowledge and 
experience of staff as a wellspring of upper hand that can't be imitated by rivals. This 
hypothesis has suggestions along these lines for pulling in, drawing in, fulfilling and 
creating individuals in associations. The hypothesis has cross cutting importance in 
HRM hones. Interests in Human resources in monetary cooperatives should be 
finished by the utilization of preparing rehearses. In this way, inspiration is probably 
going to be when there is an apparent and usable connection amongst execution and 
result, with the result being viewed as a methods for fulfilling needs. At the end of the 
day, there must be a connection between a specific reward and what must be done to 
accomplish it. 
 
2.1.2 Mission Theory 
A common sense of purpose, heading and system can arrange and excite authoritative 
individuals toward aggregate objectives (Mayne, 2008). Fruitful associations have an 
unmistakable feeling of reason and bearing that characterizes authoritative objectives 
and strategic goals and communicates a dream of how the association will look later 
on. At the point when an association's basic mission changes, changes additionally 
happen in different parts of the association's way of life.  
 
This hypothesis concentrates on various parts of culture yet more essentially, they 
push distinctive elements of culture. Consistency hypothesis and mission hypothesis 
have a tendency to advance solidness though contribution hypothesis and flexibility 
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hypothesis take into account change and versatility. Consistency hypothesis and 
association hypothesis consider culture to be concentrating on inner authoritative flow 
while mission hypothesis and versatility hypothesis consider culture to be tending to 
the connection of the association to its outer condition (Quinn, 2011). 
 
2.2 Empirical Review 
This section provides the empirical review as per the contribution provided by others 
covering the selected variables adopted in this study. 
 
2.2.1 Organization Structure  
Structures are entirety of the routes in which it separates its work into particular 
errands as then accomplishes coordination between them Goris (2009), recommends 
that an authoritative structure is a way to enable administration to accomplish its goals 
by. As the association's general procedure, it is just coherent that technique and 
structure ought to be firmly connected and all the more particularly structure ought to 
take after system. On the off chance that administration rolls out a critical 
improvement in its association's technique, the structure should be altered to suit and 
bolster this change.  
 
Pynes (2011), contends that while explore has exhibited the significance of strategic 
human resource administration, various reasons exist in the matter of why human 
resource administration is as yet considered an auxiliary capacity as opposed to driver 
of the association's future, particularly in the general population area.  
 
Pomoni (2011), watched that the hierarchical structure ought to be set up toward the 
beginning of an association. It characterizes how the organization will work, what is 
anticipated from representatives and the levels of leadership. The structure of an 
association is affected by the proficiency of the hierarchical plan; outline incorporates 
making an unmistakable reason for the element, choosing the ideal individuals for 
particular positions and following departmental rules. These plan segments will help 
make a solid establishment for accomplishing hierarchical objectives.  
 
As indicated by Pearce and Robinson (2010), authoritative structure gives the rules to 
the arrangement of detailing that drives an association, isolating it into regions or 
divisions that are in charge of parts of the association's motivation; it demonstrates the 
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connections amongst regions and people expected to accomplish more productive 
operations while achieving the objective of the association. The structure illuminates 
the zones of obligation and the people that will cooperate.  
 
A hierarchical structure is an immaterial web of connections between individuals, 
their common purposes and assignments they set themselves to accomplish those 
reasons. The prime motivation behind structure is to accomplish a compelling 
harmony between the division of undertakings and obligations then again the need to 
facilitate people's endeavors and parts on the other, the understanding that individuals 
from an association obtain about their own structure as much in view of unwritten 
proof and casual courses of action as on any formal proclamations of principles, 
methods and part portrayals (Osad & Osas, 2013).  
 
Root (2013), expressed that for sure having a reasonable hierarchical structure set up, 
one that perceives and addresses the different human and business substances of the 
organization being referred to - is an essential for long haul achievement. In 
Organizations: Behavior, Structure, Processes, it is altogether sensible to recognize 
that in many occurrences, association structures don't contribute emphatically to 
authoritative execution since chiefs can't via preparing or astuteness to outline a 
structure that aides the conduct of people and gatherings.  
 
The structures can be characterized by procedures, geology, and business system or 
work necessities. Fruitful hierarchical outline helps increment administration 
effectiveness, specialist efficiency, interchanges and item quality (Kirkpatrick & 
Ackroyd, 2010). While Diefenbach (2013) says, hierarchical structure is imperative in 
light of the fact that a decent structure permits productive correspondence, energizes 
divisions and gatherings inside the organization to cooperate, builds up a chain of 
command of duty and enables the organization to develop in a controlled way. 
 
2.2.2 Change Management Technique 
Change is an evitable and consistent component. It is an inadequate piece of both 
social and association life and one is liable to ceaseless difference in some shape. 
Numerous associations are incidentally looked with challenges that power them to 
alter or change. Advancement associations, specifically, frequently need to experience 
change forms while responding to new improvement situations or basically as a major 
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aspect of their extension or rebuilding forms. The ramifications of progress forms are 
routinely under-assessed by senior administration and not oversaw satisfactorily 
(Barney, 2011).  
 
Most hierarchical directors will concur that change has turned into a consistent 
wonder which must be addressed to and overseen appropriately if an association is to 
survive (Burnes, 2014). In the present dynamic condition, hierarchical change is 
imperative for each association to continue and flourish in regularly changing 
business condition. An overview directed by McKinsey on a five-year information, 
1536 organizations were taken for this study which for the most part implied for 
hierarchical change, the aftereffect of the study demonstrates that 38% of the 
associations were fruitful in accomplishing high representative execution (Isern & 
Pung, 2007). The objectives of authoritative change are varied nonetheless, the 
significant one's are enhancing the association rise, emergency intercession and to 
defeat everyday pulling rivalry. (Isern & Pung, 2007).  
 
As indicated by Armstrong (2010), those associations that survive, are regularly 
consigned to the part of playing "make up for lost time" to their rivals, while others 
are either retained into bigger elements through mergers or acquisitions or basically 
broke up into an accumulation of corporate resources and liabilities. Indeed, a large 
number of the prevalent patterns in administration and authoritative counseling, for 
example, business process re-building, add up to quality administration and the 
learning association, speak to orderly strategies for reacting to and diverting 
adequately the powers of progress. Tragically, most by far of change activities 
attempted by associations, even with the best of goals, are bound to have little effect.  
 
The dominant part of hierarchical changes can be viewed as auxiliary changes, as 
indicated by Balogun (2014). Other basic changes incorporate any progressions to the 
organization's chain of importance of expert and expansive managerial systems. Basic 
changes can likewise be considered transformational changes. As indicated by 
Nicolaidis and Katsaros (2014), states that it is vital for pioneer or administrator in the 
association to comprehend the critical of progress and make the correct move in the 
change procedure through the association. Change can influence all parts of the 
operation and working of the association, for example, strategies, systems, principles 
and parts through the individual gathering and association.  
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Nonetheless, as a general rule, hierarchical change is hard to do. A few people oppose 
change since they trust that change is troublesome and unpleasant (Rahim, 2011). 
While hierarchical change is a consistent ordeal, learning and mindfulness about a 
large number of the basic issues engaged with the administration of such change is 
frequently ailing in those in charge of its encouraging (Brooks & Bate, 2014). 
 
2.2.3 Organization Culture 
Batt (2012), characterizes culture as the aggregate conduct of humans who are a piece 
of an association and the implications that the general population join to their 
activities. Culture incorporates the association esteems, dreams, and standards, 
working dialect, frameworks, images, convictions and propensities. It is additionally 
the example of such aggregate practices and suspicions that are instructed to new 
hierarchical individuals as a method for seeing, and notwithstanding considering and 
feeling. A solid culture is an arrangement of casual principles that spells out how 
individuals ought to carry on more often than not (Rahim, 2012).  
 
The culture is an arrangement of shared mental suppositions that guide understanding 
and activity in associations by characterizing proper conduct for different 
circumstances (Parker & Bradley, 2010). As indicated by Kassim and Tahajuddin 
(2010), the culture is the thing that a gathering learns over a period as that gathering 
takes care of its issues of survival in an outer situation and its issues of interior 
incorporation. Such learning is all the while a behavioral, psychological, and 
passionate process.  
 
Loughman (2010), states that culture is to an association what identity is to people, it 
is the covered up however binding together power that gives importance and course. It 
is additionally an arrangement of shared implications, or frameworks of convictions 
and qualities that eventually shapes worker conduct. As per Thomson and Montei 
(2012), culture is the aggregate of all the mutual, underestimated suppositions that a 
gathering has learnt all through history. Likewise, culture is resolved to be the deposit 
of progress. Culture is the structure and control framework to produce behavioral 
gauges.  
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The quality and level of interior consistency of a culture are in this way an element of 
the solidness of the gathering, the time allotment the gathering has existed, the force 
of the gathering's encounters of taking in, the components by which the learning has 
occurred and the quality and lucidity of the suspicions held by authors and pioneers of 
the gathering. Once a gathering has figured out how to hold normal presumptions, the 
subsequent programmed examples of seeing, considering, feeling and carrying on 
give importance, steadiness, and solace (Schramm-Nielsen, 2012).  
 
Culture has gotten much consideration because of its impacts and potential effect on 
hierarchical achievement. The spearheading work of Deal and Kennedy actuated the 
enthusiasm of scientists and experts to the idea of culture, and how these qualities and 
reasoning aide the representatives' conduct in the association towards more 
noteworthy achievement. The idea of culture represents a quandary in light of the fact 
that there is directly little concurrence on what the idea is and how it ought to be 
watched and measured and how it ought to be utilized as a part of endeavors to help 
associations (Wanyama & Mutsotso, 2010).  
 
Culture is likewise identified with hierarchical procedure. Kazimoto (2013), found a 
solid connection between corporate technique and culture. He found that 
organizations seeking after the miners' technique has a tendency to have formative 
culture, and those with protective system have a tendency to have progressive culture. 
A few inquiries about it have led to distinguish the nature and kind of cultures. Jang 
(2010), states that culture has a long haul effect on the business execution of the 
association. Consequently, certain sorts of culture could improve business execution. 
 
2.2.4 Leadership Style 
Leadership is the way to any course an association will take. On the off chance that 
the leadership is great, greater change on execution was figured it out. Great 
leadership style will empower to address the issues confronting the reasonable 
execution. Leadership helps administration in transmitting thoughts, sentiments 
proposals and choices to workers. It additionally empowers the workers to impart 
their reactions, dispositions, and issues to administration. Through viable two-way 
correspondence, administration can expect the part of a pioneer and laborers can end 
up plainly ready and enthusiastic adherents (Garavan, 2012).  
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In sorts of leadership, free enterprise leadership style is distinguished by Brewster, 
Carey and Dowling (2013), who expresses that the style has been noted to need 
coordinate supervision of representatives and neglects to give standard input to those 
under his watch. Exceedingly experienced and prepared representatives requiring little 
supervision fall under the free enterprise leadership style. In any case, not all 
representatives have those attributes. The free enterprise style creates no leadership or 
supervision endeavors from directors, which can prompt poor generation, absence of 
control and expanding costs. The despotic leadership style enables chiefs to settle on 
choices alone without the contribution of others.  
The participative style frequently called the fair leadership style, participative 
leadership esteems the contribution of colleagues and associates, yet the duty of 
settling on an ultimate choice rests with the participative pioneer. Participative 
leadership supports worker resolve since representatives add to the basic leadership 
process. It makes them feel as though their suppositions matter. At the point when an 
organization needs to roll out improvements inside the association, the participative 
leadership style enables workers to acknowledge changes effectively on the grounds 
that they assume are part all the while. This style addresses difficulties when 
organizations need to settle on a choice in a brief period (Akanji, 2015).  
In value-based style, the supervisors utilizing the value-based leadership style get 
certain assignments to perform and give prizes or disciplines to colleagues in view of 
execution comes about. Administrators and colleagues set foreordained objectives 
together, and representatives consent to take after the bearing and leadership of the 
supervisor to achieve those objectives. Transformational; the transformational 
leadership style relies upon elevated amounts of association structure from 
administration to meet objectives. Pioneers persuade representatives and upgrade 
profitability and effectiveness through association structure and high perceivability. 
This style of leadership requires the contribution of administration to meet objectives 
(Chiaburu & Tekleab, 2013).  
Akanji (2015), additionally expressed that value-based pioneers, alternately, take part 
in a procedure of transaction, offering subordinates remunerates in return for the 
accomplishment of particular objectives and fulfillment of settled upon undertakings. 
While value-based leadership with its reasonable concentrate on particular objectives 
and settled upon rewards is important and compelling, transformational leadership the 
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interest to full of feeling states, for example, pride to work with a particular 
administrator has been appeared to apply an expansion impact, that is to add to the 
levels of profitability, fulfillment, and viability related with transformational 
leadership alone.  
Havenga (2012), analyzed leadership models crosswise over eight nations and 
discovered solid contrasts of leadership conduct along social measurements like 
Hofstede's Power Distance, Uncertainty Avoidance, and Individualism. Since quality 
circles depend intensely on dynamic association by all individuals, hesitance to differ 
with a predominant made quality circles and other participative styles of overseeing 
less powerful. A theoretical article, tended to the connection amongst Individualism 
and transformational leadership. 
In leadership, basic leadership is a complex, multi-dimensional issue, as guaranteed 
by Rahim (2011), that while individuals might be evident that they anticipate that 
expanded expert will decide, they might be less certain about the full significance and 
ramifications of such specialist. The want to have a level of contribution to basic 
leadership perpetually emerges when responsibility for organization is extensively 
imparted to workers. The desire of a privilege to take an interest in choices is 
profoundly established in convictions about proprietorship, and, by expansion, 
representative possession. 
 
2.3 Summary and Research Gap 
Poor organization structure is a typical issue in numerous working environments. 
Directors once in a while turn out to be so centered around taking care of due dates 
and requests that they neglect to impart key data to representatives, disregard input, or 
pick inadequate channels for passing on messages. As experienced administrators 
know, this can bring about expensive oversights, low resolve, and significantly 
turnover (Parker & Bradley, 2010). Successful association structure just happens 
when there is a free trade of data, which is infrequently the case. This called for more 
research to explicitly set up how association structure influences usage of human 
resource strategic plans out in the open segment. 
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2.4 Conceptual Framework 
Independent Variables     Dependent Variable 
 
 
 
 
 
 
 
 
 
Source: Author (2017) 
Figure 2.1 Conceptual Framework 
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Source: Author (2017) 
 
Figure 2.2 Operational Framework 
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2.5.1 Organization Structure  
The prime reason for structure is to accomplish a successful harmony between the 
division of errands and obligations then again the need to organize people's endeavors 
and parts on the other. The understanding that individuals from an association get 
about their own particular structure as much in view of unwritten confirmation and 
casual courses of action as on any formal articulations of standards, methods and part 
depictions. 
 
2.5.2 Change Management Technique 
Strategic Management strives to introduce and sustain a capacity for adaptation to 
changes and collective learning about change at all decision-making levels. It relies 
on organizational methods that have a solid and clear commitment, which is an 
integral part of appropriate methods reducing level of resistance to change. These 
organizational methods include behavioral norms, communication, rules, procedures 
etc. with the aim to have a clear sense of organizational objectives and a sense of how 
it will achieve such objectives. 
 
2.5.3 Organization Culture 
Organizational culture is the particular gathering of qualities and standards enjoyed by 
individuals and gatherings in an association and that control the way they interface 
with each other and with partners outside the association. It is an arrangement of 
shared mental suspicions that guide elucidation and activity in associations by 
characterizing fitting conduct for different circumstances. At the point when the way 
of life is very much investigated representatives are affable, proficient and reasonable 
while executing human resource strategic plans. 
2.5.4 Leadership Style 
The leadership style that encourages creativity, innovation, discussions and 
information encourages and improves overall group communications. Credibility is 
the foundation of leadership, and employees want leaders who are honest, inspiring, 
competent, and forward-looking. The credible leader must be seen as knowledgeable 
and virtuous. Credibility nurtures collaborative, cooperative relationships where 
employees assume responsibility for accomplishing work-related objectives 
voluntarily. For credibility to exist there must be trust between leader and follower. 
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2.6 Chapter Summary 
This chapter is an assessment of relevant literature, which is considered necessary in 
helping to understand the research study. It addresses theoretical orientation, 
empirical review and the conceptual framework. Literature review is a systematic 
process of identifying, locating and analyzing of documents containing information 
relating to the proposed research problem being investigated. 
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    CHAPTER THREE 
  RESEARCH DESIGN AND METHODOLOGY 
3.1 Introduction 
This chapter constitutes the research instruments, which the researcher espoused in 
the study, the research design, the target population and the sampling method, 
procedure of data collection and data analysis methods. 
 
3.2 Research Design 
In this study, descriptive research design was utilized. Holborn and Langley (2014), 
characterizes descriptive research design as a logical technique which includes 
portraying the conduct of a subject without impacting it in any capacity and 
descriptive research is regularly utilized as a pre-cursor to quantitative research 
designs, the general diagram giving some significant pointers in the matter of what 
factors merit testing quantitatively, keeps on siting the focal points that this 
descriptive strategy for research design enables investigators to plan and do 
descriptive examinations, designed to give rich descriptive subtle elements on factors 
influencing usage of strategic arrangement for human asset out in the open 
associations in Kenya, a Case of Kenya Roads Board. 
3.3 Target Population 
The target population consists of components that has at least one qualities alike in a 
manner which can be examined or can give data to contemplating; this is as indicated 
by (Peil, 2011). The target population was 92 staff of Kenya Roads Board. The 
examination area was based at the managerial office at Kenya Re Towers. The 
population was partitioned into senior level administration, center level administration 
and support staff. The target population is shown on table 3.1. 
 
 
 
 
 
 
Table 3.1 Target Population 
Category Target Population Percentage 
19 
 
Senior Level Management 10 11 
Middle Level Management 
(head of Departments) 
18 20 
Support Staff  64 69 
Total 92 100 
Source: Kenya Roads Board (2017) 
 
3.4 Sample and Sampling Design 
Sampling is the process that involves acquiring a section of the population to perform 
an experiment or observational and it is important that the group selected be 
representative of the population, and not biased in any manner, this is indicated by 
Cohen (2011). The study adopted stratified random sampling. This is because 
according to Kothari (2011), stratified random sampling gives equal opportunity to 
respondents to participate in the research process and the design also works well for 
populations with a variety of attributes because it reduces errors and provides equal 
representation of all entities targeted in a given study. According to Glass and 
Hopkins (2012), argues that a sample 20% and above is appropriate representative of 
the target population.  
 
The sampling procedure was to divide the target population into subgroups namely 
top-level managers, middle level managers and support staff. Therefore, a 50% of 
target population was generated. As a result, 46 respondents were selected and they 
were issued with the questionnaires to fill in.   
 
 
 
 
 
 
 
Table 3.2 Sample Size 
Category Target Population Sample Size Percentage 
Senior Level Management 10 5 11 
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Middle Level Management 
(head of Departments) 
18 9 20 
Support Staff  64 32 69 
Total 92 46 100 
Source: Author (2017) 
 
3.5. Data Collection Procedures 
Questionnaires were utilized as an information gathering device. The questionnaires 
are characterized by Glen (2013), as any composed instruments that present 
respondents with a progression of inquiries or articulations to which they are to 
respond either by working out their answers or choosing amidst existing answers. 
Questionnaires was utilized in light of the fact that as clarified by Lyon (2007), they 
are utilized to gather information about wonders that isn't specifically detectable, for 
example, inward encounters, assessments, values, interests, they are more helpful to 
use than coordinate perception when utilized for gathering information in this manner 
the benefits of utilizing questionnaires are as per the following: can be given to 
substantial gatherings, respondents can finish the survey at their own comfort, the cost 
and time associated with utilizing questionnaires is not exactly with interviews. 
3.6 Pilot Study 
The pilot study involves pre testing the questionnaires.  
3.6.1 Validity of Research Instrument 
Validity is characterized by Trochim (2006), who expressed that validity, as how 
much a test measures what it should quantify. It is uncommon, if almost 
unimaginable, that an instrument be 100% substantial, so validity is for the most part 
measured in degrees. As a procedure, approval includes gathering and breaking down 
information to evaluate the exactness of an instrument. There are various factual tests 
and measures to survey the validity of quantitative instruments, which for the most 
part includes pilot testing. To affirm validity, the questionnaires were affirmed by the 
examination manager and the exploration aide. 
3.6.2 Reliability 
Lyon (2010), states that the reliability of an exploration instrument concerns the 
degree to which the instrument yields similar outcomes on rehashed trials; therefore, 
reliability must be resolved in light of the fact that there is by and large a decent 
arrangement of uniformity in the after effects of a quality instrument accumulated at 
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various circumstances. To affirm reliability five questionnaires were created then pilot 
tried among the staff at the organization. Their reactions were utilized to survey 
whether whatever remains of poll were dependable. Be that as it may, toward the 
finish of the activity, amendments were attempted on the primary questionnaires 
previously they were altogether circulated to the whole staff at the organization. 
 
3.6.2 Data Collection Procedures 
Questionnaires were developed into structured and unstructured questions. Thereafter, 
all the questionnaires were distributed to the staff of Kenya Roads Board. This was 
achieved by a basic approach of hand delivery. A period of four days was allowed for 
the purpose of the staff to respond to the questionnaires before they were collected 
back for the analysis. 
 
3.7 Data Processing and Analysis 
Data analysis procedure is the process of packaging the collected information putting 
them in sequence and structuring its main constituents in a way that the findings can 
be easily and effectively communicated. According to Cooper and Schindler (2012), 
after the fieldwork, before analysis, all questionnaires were adequately checked for 
reliability and verification. Editing, coding and tabulation were carried out.  The data 
was examined using qualitative and quantitative techniques. Qualitative method 
involves content analysis and evaluation of text material. Quantitative method was 
guided by Ms. Excel software and the presentation of findings involved use of tables 
and bar graphs.  
 
3.8 Ethical Considerations 
Ethical consideration was observed. This entailed obtaining necessary permission 
from both the administrators of the university and the management of the selected 
organizations. Their permission was useful in ensuring that this research study is 
successfully completed so that the findings that was collected in the consequent stages 
does not breach the rules and regulations laid down when undertaking this research 
work. Ethics was also observed in the following areas; honesty; the researcher strived 
for honesty in all scientific communications. These contained genuine report 
information; results, strategies and systems and distribution status, the specialist did 
not create, distort, or distort information. In respectability; the specialist kept the 
guarantees and assertions; act with genuineness; strived for consistency of thought 
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and activity. In upgrading watchfulness, the scientist maintained a strategic distance 
from reckless mistakes and carelessness; deliberately and basically look at the report 
work crafted by the companions. 
3.9 Chapter Summary 
This chapter comprises the research instruments which the investigator used in the 
study. Therefore, the chapter constitutes descriptive research design which helps 
investigators plan and carry out descriptive studies. There is target population, 
sampling design, data collection instruments, pilot study and ethical considerations.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
    CHAPTER FOUR 
  RESEARCH FINDINGS AND DISCUSSIONS  
4.0 Introduction  
This chapter addresses the data as per each objective in order to obtain the relevant 
results which are presented in the tables and figures. In addition, the contents of the 
chapter are as follows presentation of findings, limitation of the study and chapter 
summary. 
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4.1 Presentation of Findings 
The study addressed the response rate as follows:  
4.1.1 Response Rate 
Table 4.1 below shows the number of questionnaires that were returned by the 
respondents and those that were not returned by respondents. 
Table 4.1 Response Rate 
Category Frequency Percentage 
Responded 42 91 
Did not Respond 4 9 
Total 46 100 
Source: Research Data (2017) 
From table 4.1 it was noted that out of 46 questionnaires distributed, 42 were responded 
to and this was equivalent to 91% while 4 questionnaires were never responded to which 
was equivalent to 9% of the questionnaires. As indicated by Mugenda and Mugenda 
(2008), a reaction rate of half is sufficient for examination and detailing; a rate of 60% is 
great and a reaction rate of 70% and over is superb. In light of the statement, the reaction 
rate was viewed as amazing for the last examination. 
 
 
 
 
4.1.2 Gender of the Respondents  
The responses in respect to the gender of the respondent is shown in table 4.2 below  
Table 4.2 Gender of the Respondents  
Category Frequency Percentage 
Male  23 55 
Female   19 45 
Total 42 100 
Source: Research Data (2017) 
 
24 
 
From table 4.2 it shows that 55% of the respondents were male, while 45% of the 
respondents were female. From the findings, the study shows there was fair 
representation of respondents in this research exercise. 
4.1.3 Highest Education Level 
Table 4.3 below gives the highest education level of the respondents at Kenya Roads 
Board. 
Table 4.3 Highest Education Level 
 Category Frequency Percentage 
Secondary  4 10 
College  18 43 
University  14 33 
Post Graduate  6 14 
Total 42 100 
Source: Research Data (2017) 
 
Table 4.3 indicates the highest educational level of the respondents. It was established 
that 43% of the respondents, who were the majority had college education, 33% of the 
respondents had university education, and 14% of the respondents had postgraduate 
education while 10% of the respondents had secondary level of education. This 
demonstrated the greater part of the respondents at Kenya Roads Board had college and 
university level of education. This meant that the workers had the capacity to contribute 
generously to this investigation. 
 
 
 
 
4.1.4 Work Experience of Respondents 
The responses in respect to the Work Experience of Respondents 
Table 4.4 Work Experience of Respondents 
Category Frequency Percentage 
Less than 1 year 3 7 
25 
 
1-6 years  15 36 
7-11 years  9 21 
12-16  7 17 
Over 16 years 8 19 
Total 42 100 
Source: Research Data (2017) 
 
Table 4.4, reveals that 7% of the respondents had worked at Kenya Roads Board for less 
than 1 year, 36% of the respondents revealed that they had worked for a period between 
1-6 years, 21% of respondents had worked for a period between 7-11 years whereas 17% 
of the respondents had worked for a period between 12-16 years and 19% of respondents 
had worked for a duration of over 16 years. This indicates that majority of the 
respondents said that they had worked at Kenya Roads Board for 1-6 years. This was an 
indication that they had knowledge about implementation of human resource strategic 
plans. 
 
4.1.5 Organization Structure 
Table 4.5 There is clear task divisions among employees  during implementation 
of HR strategic plans 
Category    Frequency   Percentage 
 Strongly Agree    13    31.0 
 Agree       16    38.1 
Undecided     9    21.4 
 Disagree     4    09.5 
Strongly Disagree    0    00.0 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.1 There is clear task divisions among employees  during implementation 
of HR strategic plans 
 Source: Research Data (2017) 
 
Table 4.5 and figure 4.1, analysis indicates that 31% of the respondents strongly 
agreed to that statement, 38.1% agreed, 21.4% of the respondents were undecided 
whereas 9% of respondents disagreed and none of respondents strongly disagreed. 
This shows that most of the respondents concur that there were clear task divisions 
among employees during implementation of HR strategic plans. The findings meant 
that by dividing tasks, employees were able to specifically focus on roles they can 
each deliver strategic plans. These findings were similar to studies by Pomoni (2011), 
which found that hierarchical structures were supposed to be set up towards start of 
the organization detailing how employees have to work based on their responsibilities.  
 
Table 4.6 There is adequate delegation of authority which enables 
implementation of HR strategic plans 
Category     Frequency  
 Percentage 
 Strongly Agree    16    38.1 
 Agree       19    45.2 
Undecided     5    11.9 
 Disagree     2    04.8 
Strongly Disagree    0    00.0 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.2 There is adequate delegation of authority which enables 
implementation of HR strategic plans 
 Source: Research Data (2017) 
Findings presented on table 4.6 and figure 4.2 revealed that there is adequate 
delegation of authority which enables implementation of HR strategic plans. From the 
presentation, it was noted that 45.2% of respondents agreed, 38.1% strongly agreed to 
that statement, 11.9% of the respondents were undecided while only 4.8% of the 
respondents disagreed to the statement and none strongly disagreed. This revealed that 
majority of the respondents consent that there is adequate delegation of authority 
which enables implementation of HR strategic plans. The results of the findings 
implied that managers are delegating some of the authorities to their juniors. These 
findings were related to those of Pearce and Robinson (2010), who confirmed that 
managers delegates responsibilities to the people that can cooperate.  
Table 4.7 Specialization of work enhances maximum employee input in 
implementation of HR strategies in our organization 
Category    Frequency  
 Percentage 
Strongly Agree    0    00.0 
 Agree       9    21.4 
Undecided     6    14.3 
 Disagree     10    23.8 
Strongly Disagree    17    40.5 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.3 Specialization of work enhances maximum employee input in 
implementation of HR strategies in our organization 
 Source: Research Data (2017) 
Analysis on table 4.7 and figure 4.3 revealed that, 21.4% of the respondents agreed, 
14.3% of the respondents were undecided on the statement, 23.8% of the respondents 
disagreed to that statement, while 40.5% of the respondents strongly disagreed. The 
investigation shows that most of the respondents strongly disagreed that the 
specialization of work enhances maximum employee input in implementation of HR 
strategies in the organization. From these findings, the study implied that not all 
employees through work specialization supported maximum input.  
 
Table 4.8 Our organization has suitable structure which enables strategy 
implementation 
Category    Frequency  
 Percentage 
 Strongly Agree    18    42.9 
 Agree       16    38.1 
Undecided     5    11.9 
 Disagree     3    07.1 
Strongly Disagree    0    00.0 
Total     42     100 
Source: Research Data (2017) 
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Source: Research Data (2017) 
Figure 4.4 Our organization has suitable structure which enables strategy 
implementation 
 Source: Research Data (2017) 
From the table 4.8 and figure 4.4, the analysis reveals that 42.9% of the respondents 
strongly agreed to the idea that this organization had suitable structure which enables 
strategy implementation, 38.1% of the respondents agreed, 11.9% of the respondents 
were undecided while 7.1% of the respondents disagreed and none of respondents 
claimed strongly agreed. From the analysis, it was found that this organization had 
reasonable structure which empowers strategy execution. In light of the reactions that 
were in help, the discoveries inferred that this organization was required to 
accomplish objectives of HR vital arrangement effortlessly since there were 
reasonable structures set up. Pomoni (2011), notes that the hierarchical structure 
ought to be set up toward the beginning of an organization to outline important work 
arrangements. 
4.1.6 Change Management Technique  
Table 4.9 There is adequate time allocated to change management allowing 
implementation of HR strategies 
Category   Frequency   Percentage 
 Strongly Agree    23    54.8 
 Agree       18    42.8 
Undecided     1    02.4 
 Disagree     0    00.0 
Strongly Disagree    0    00.0 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.5 There is adequate time allocated to change management allowing 
implementation of HR strategies 
 Source: Research Data (2017) 
From table 4.9 and figure 4.5, the analysis disclose 54.8% of respondents strongly 
agreed to the statement, 42.8% of the respondents agreed while 2.4% of the 
respondents were undecided. This indicates that half the number of the respondents 
strongly assent that sufficient is time allocated to change management which allows 
implementation of HR strategies. The analysis implied that this organization strived to 
ensure adequate time was allocated to change management in order to have the 
transition period felt by each personnel in the organization.  These findings are similar 
to those of Isem and Pung (2012), who found that there was fruitful achievement for 
timely introduction of change in an organization.  
 
Table 4.10 The management has promoted awareness of handling change 
management to drive implementation of HR strategies 
Category    Frequency  Percentage 
 Strongly Agree    3    07.1 
 Agree       7    16.7 
Undecided     5    11.9 
 Disagree     13    31.0 
Strongly Disagree    14    33.3 
Total     42     100 
Source: Research Data (2017) 
 
54.8%
42.8%
2.4%
0% 0%
0
10
20
30
40
50
60
Strongly agree Agree Undecided Disagree Strongly Disagree
Category 
 
P
er
ce
n
ta
g
e
 
31 
 
Figure 4.6 The management has promoted awareness of handling change 
management to drive implementation of HR strategies 
 
 Source: Research Data (2017) 
Table 4.10 and figure 4.6 shows that 7.1% of the respondents strongly agreed that 
management has promoted awareness of handling change management to drive 
implementation of HR strategies, 16.7% agreed, 11.9% were unsure, 31% opposed the 
statement while 33.3% of the respondents strongly disagreed. This indicates that most 
of the respondents strongly disagreed that the management has promoted awareness 
of handling change management to drive implementation of HR strategies. From these 
findings, the analysis implied that failure by the management to carryout adequate 
awareness approaches with intention to implement HR strategic plans, it was expected 
that they would experience some resistances from the employees. Balogon (2014), 
confirmed the same by showing that basic changes can likewise be considered 
transformational changes through awareness.  
 
Table 4.11 Knowledge on critical issues of managing change contributes to 
implementation of HR strategy 
Category   Frequency   Percentage 
Strongly Agree    0    00.0 
 Agree       18    42.9 
Undecided     4    09.5 
 Disagree     6    14.3 
Strongly Disagree    14    33.3 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.7 Knowledge on critical issues of managing change contributes to 
implementation of HR strategy 
 Source: Research Data (2017) 
The presentation on table 4.11 and figure 4.7 revealed that 42.9% of the respondents 
agreed to that knowledge on critical issues of managing change contributed to 
implementation of HR strategy, a total of 9.5% of the respondents were unsure, 14.3% 
of the respondents disagreed while 33.3% of the respondents strongly disagreed. This 
showed that majority of the respondents agreed that knowledge on critical issues of 
managing change contributed to implementation of HR strategic plans. From these 
findings, the management has a responsibility to share widely among the employees 
on the critical issues that employees were supposed to know in order to help promote 
successful implementation of HR strategic plans. These findings relates to Burnes 
(2014), who found that if an organization is to survive, employees have to acquire 
knowledge in a role they are expected to undertake. 
 
Table 4.12 Employees do not resist change because they are adequately prepared 
for change 
Category    Frequency  Percentage 
Strongly Agree    12    28.6 
 Agree       16    38.1 
Undecided     6    14.3 
 Disagree     8    19.0 
Strongly Disagree    0    00.0 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.8 Employees do not resist change because they are adequately prepared 
for change 
 Source: Research Data (2017) 
The findings presented on table 4.12 and figure 4.8 revealed that 28.6% of the 
respondents strongly agreed that employees do not resist change because they are 
adequately prepared for change, 38.1% of the respondents agreed, 14.3% of the 
respondents were undecided while 19% of the respondents disagreed. These findings 
indicates that most of the respondents agreed that employees do not resist change 
because they are adequately prepared for change. The analysis confirmed that in 
situations where the management prepares their employees well and happens to 
introduce change, there was a likelihood that they would experience total success 
during the implementation process. Katsaros (2014), argues that it is vital for the 
administrator in the organization to understand progress and enforce the correct 
approach in change management by advocating for team working. 
4.1.7 Organization Culture  
Table 4.13 Organization culture places high value on innovation that encourages 
employees to take risks for implementing HR strategies 
Category    Frequency  Percentage 
 Strongly Agree    2    04.8 
 Agree       9    21.4 
Undecided     5    11.9 
 Disagree     10    23.8 
Strongly Disagree    16    38.1 
            Total     42     100 
Source: Research Data (2017) 
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Figure 4.9 Organization culture places high value on innovation that encourages 
employees to take risks for implementing HR strategies 
 Source: Research Data (2017) 
Table 4.13 and figure 4.9 constituted the findings showing 4.8% of the respondents 
strongly agreed that organization culture places high value on innovation that 
encourages employees to take risks for implementing HR strategies, 21.4% of the 
respondents agreed, 11.9% respondents were unsure, 23.8% respondents disagreed 
while 38.1% respondents strongly disagreed. This shows that most of the respondents 
strongly disagreed that organization culture places high value on innovation. Similar 
findings derived from Thompson and Montei (2012), noted that by supporting 
creativity, employees were able to come up with useful methodologies to overcome 
certain challenges during strategy implementation. 
Table 4.14 Culture is aligned to the mission and organization values which 
promotes effective strategy implementation. 
Category    Frequency  Percentage 
Strongly Agree    3    07.1 
 Agree       12    28.6 
Undecided     0    0.0 
 Disagree     23    54.8 
Strongly Disagree    4    09.5 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.10 Culture is aligned to the mission and organization values which 
promotes effective strategy implementation. 
 Source: Research Data (2017) 
Table 4.14 and figure 4.10, revealed that 7.1% of the respondents strongly agreed that 
culture is aligned to the mission and organization values which promotes effective 
strategy implementation, 28.6% of the respondents agreed, none of the respondents 
were undecided, 54.8% of the respondents disagreed to the statement and 9.5% of the 
respondents strongly disagreed. This showed that most of the respondents disagreed 
that culture is aligned to the mission and organization values which does not promote 
effective strategy implementation. This may challenge HR strategy implementation as 
postulated by Wanyama and Mutsotso (2010), who found that culture which aligns all 
the efforts and goals of an organization to meet pre-determined mission results in goal 
achievement. 
Table 4.15 Organization culture of team work results in quicker implementation 
of HR strategies 
Category    Frequency  Percentage 
Strongly Agree    14    33.3 
 Agree       18    42.9 
Undecided     3    07.1 
 Disagree     7    16.7 
Strongly Disagree    0    00.0 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.11 Organization culture of team work results in quicker 
implementation of HR strategies 
Source: Research Data (2017) 
Table 4.15 and figure 4.11, it was noted that 33.3% of the respondents strongly 
agreed, 42.9% of the respondents agreed to that statement, 7.1% were undecided 
while 16.7% of the respondents disagreed. The analysis shows most of the 
respondents agreed that organization culture of team work results in quicker 
implementation of HR strategies. The results implied that by concentrating to building 
up teamwork, there was increased chance that the employees would share roles or 
tasks with sole purpose of achieving goals on HR strategic plans. Jang (2010), also 
found that culture has tendency to create work groups among employees that together, 
employees focuses on achieving various goals or targets as a group and not on an 
individual basis. 
Table 4.16 The support network in this organization contributes towards 
effective  strategy implementation 
Category    Frequency   Percentage 
 Strongly Agree    0    0 
 Agree       16    38.1 
Undecided     9    21.4 
 Disagree     4    09.5 
Strongly Disagree    13    31.0 
  Total      42     100 
Source: Research Data (2017) 
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Figure 4.12 The support network in this organization contributes towards 
effective  strategy implementation 
Source: Research Data (2017) 
 
From the table 4.16 and figure 4.12, it was established that none of the respondents 
concurred, 38.1% of the respondents consented to that announcement, 21.4% of the 
respondents were undecided while 9.5% of the respondents differ and 31% of 
respondents firmly oppose this idea. This demonstrated that a larger part of the 
respondents concurred that support network by the leadership in this organization 
contributed towards viable technique execution. From the examination, the study was 
found to be similar to Kazimoto (2013), who found that encouraging groups of people 
guided by the administration set up was relied upon to enable workers to see how new 
parts on HR vital plans were to be executed.  
 
4.1.8 Leadership Style  
Table 4.17 Ability of the leaders to communicate to employees has a positive 
change to implementation of HR strategies in this organization 
Category   Frequency   Percentage 
Strongly Agree    18    42.9 
 Agree       6    14.3 
Undecided     14    33.3 
 Disagree     0    0.0 
Strongly Disagree    4    9.5 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.13 Ability of the leaders to communicate to employees has a positive 
change to implementation of HR strategies in this organization 
Source: Research Data (2017) 
 
From table 4.17 and figure 4.13, the analysis shows 42.9% of the respondents strongly 
agreed, 14.3% of the respondents concurred and 33.3% were undecided while 9.5% 
strongly disagreed. A larger part of respondents concurred that ability of the leaders to 
communicate to employees has a positive change to implementation of HR strategies 
in this organization. Loughman (2010), in his findings, argues that the discoveries 
prompted the understanding that an organization that effectively executes HR 
strategic plan is more likely to have had a proper initiative set up. 
 
Table 4.18 The participative leadership boosts employee morale when 
implementing HR strategy 
Category    Frequency   Percentage 
Strongly Agree    16    38.1 
 Agree       12    28.6 
Undecided     6    14.3 
 Disagree     8    19.0 
Strongly Disagree    0    00.0 
Total     42     100 
Source: Research Data (2017) 
 
42.90%
14.3%
33.3%
0%
9.5%
0%
5%
10%
15%
20%
25%
30%
35%
40%
45%
Strongly agree Agree Undecided Disagree Strongly disagree
39 
 
Figure 4.14 The participative leadership boosts employee morale when 
implementing HR strategy 
 Source: Research Data (2017) 
Table 4.18 and figure 4.14, established 38.1% of the respondents consented to the 
idea that participative leadership boosts employee morale when implementing HR 
strategy, 28.6% of the respondents concurred, 14.3% were undecided while 19% of 
the respondents opposed this idea. This demonstrated that dominant part of the 
respondents concurred that participative leadership boosts employee morale when 
implementing HR strategy. This was a disclosure that pioneers should assume a 
critical part of boosting confidence of the staff with the goal that they can invest more 
to push all things considered to accomplish the objective of HR strategic plan 
execution. Brewster et al. (2013), discovered that leaders who are considered old or 
had served an organization for a long time, are expected to be at the forefront to direct 
how strategies are implemented. 
  
Table 4.19 Leaders that enjoys employee support achieves success in 
implementations of HR strategy in the organization 
Category    Frequency  Percentage 
 Strongly Agree    5    11.9 
 Agree       7    16.7 
Undecided     7    16.7 
 Disagree     13    31.0 
Strongly Disagree    10    23.7 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.15 Leaders that enjoys employee support achieves success in 
implementations of HR strategy in the organization 
 Source: Research Data (2017) 
Table 4.19 and figure 4.15, revealed that 31.0% of the respondents dissented to the 
idea that leaders that enjoys employee support achieves success in implementations of 
HR strategy in our organization, 16.7% of the respondents were undecided to that 
announcement, another 16.7% consented, 11.9% of the respondents strongly agreed 
while 23.7% strongly disagreed. This demonstrated a large portion of the respondents 
differ that the pioneers that appreciates workers promotes progress in usage of HR 
technique in the organization. These findings were also confirmed by Akanji (2015), 
who notes that some autocratic leaders in the organization, despite the ability to 
enforce goal achievements, do not always enjoy the support and association of their 
followers. 
 
Table 4.20 Leaders display performance focus to win trust of other employees 
towards implementing HR strategies 
Category    Frequency  Percentage 
Strongly Agree    16    38.1 
 Agree       12    28.6 
Undecided     3    07.1 
 Disagree     7    16.7 
Strongly Disagree    4    09.5 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.16 Leaders display performance focus to win trust of other employees 
towards implementing HR strategies 
 Source: Research Data (2017) 
Presentations of findings on table 4.20 and figure 4.16, established that 38.1% of the 
respondents firmly consented to the idea, 28.6% of the respondents concurred, 7.1% 
were undecided, 9.5% of the respondents strongly disagreed while 16.7% of the 
respondents opposed this idea. The examination discoveries from the greater part of 
respondents who emphatically concurred affirmed that pioneers show execution 
center to win trust of different workers towards actualizing HR techniques. From 
these discoveries, the disclosures got from the investigation demonstrated that 
pioneers were resolved to show that trust add up to center towards outfitting the 
vitality expected to help in effective execution of HR strategic plans. These findings 
were in support of Chiaburu and Tekleab (2013), who established that some leaders in 
the organization are attention seekers who want followers in the task that they are 
entrusted with. 
4.1.9 Implementation of Human Resource Strategic Plans in Public Sector  
Table 4.21 Strategic plan for human resources ensures effective utilization of 
human resources 
Category    Frequency  Percentage 
Strongly Agree    18    42.8 
 Agree       12    28.6 
Undecided     2    04.8 
 Disagree     8    19.0 
Strongly Disagree    2    04.8 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.17 Strategic plan for human resources ensures effective utilization of 
human resources 
 Source: Research Data (2017) 
Table 4.21 and figure 4.17 indicates that 42.8% of the respondents strongly agreed, 
28.6% of respondents were in agreement, 4.8% of respondents were undecided, 
19.0% of respondents differed as 4.8% of respondents strongly opposed this idea. 
From the study, going by the majority of respondents, it implied that strategic 
planning for human resources ensures effective utilization of human resource as 
described by Armstrong (2010), the main purpose of HR strategic planning is to 
establish the necessary human resources, appropriate to the nature of the company and 
their effective use in achieving organizational targets are selected. 
 
Table 4.22 Strategic plan for human resources enables monitoring of results to 
stimulate change 
Category    Frequency  Percentage 
Strongly Agree    20    47.6 
 Agree       17    40.5 
Undecided     0    00.0 
 Disagree     3    07.1 
Strongly Disagree    2    04.8 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.18 Strategic plan for human resources enables monitoring of results to 
stimulate change 
 Source: Research Data (2017) 
Table 4.22 and figure 4.18, the presentations demonstrated that 47.6% of the 
respondents consented to the idea that strategic plan for human resources enables 
monitoring of results to stimulate change. In light of these reactions, 40.5% of 
respondents agreed, none of respondents were undecided albeit 7.1% of respondents 
differ as 4.8% of respondents emphatically opposed this idea. The response from 
majority of respondents concurred that strategic plan for HR empowers observing of 
results to fortify change. This suggested change was probably going to be invigorated 
in situations where through observing of results can help the association to know 
which heading it has taken towards accomplishing HR strategic plan. 
 
Table 4.23 The organization effectively achieves its HR Strategic goals which 
promotes achievement of organizational objectives 
Category   Frequency   Percentage 
Strongly Agree    19    45.2 
 Agree       7    16.7 
Undecided     5    11.9 
 Disagree     6    14.3 
Strongly Disagree    5    11.9 
Total     42     100 
Source: Research Data (2017) 
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Figure 4.19 The organization effectively achieves its HR Strategic goals which 
promotes achievement of organizational objectives 
 Source: Research Data (2017) 
Presentations of findings shown on table 4.23 and figure 4.19 display 45.2% of the 
respondents strongly agreed, 16.7% of concurred as 11.9% of respondents were 
undecided, 14.3% of the respondents differ while 11.9% of the respondents 
unequivocally opposed this idea. Greater part firmly concurred that the organization 
successfully accomplishes its HR Strategic objectives which advance accomplishment 
of hierarchical destinations. This inferred was in position to accomplish its strategic 
plan if central point that influenced them were placed in line, for example, 
organization structure, organization culture, initiative and change administration. 
 
4.2 Limitations of the Research 
The challenges encountered in the study were as follows: 
 
4.2.1 Data Confidentiality 
Some of the data required were considered confidential. As a result the management 
was initially not willing to provide such data due to fear that such information may be 
exposed to wrong people for them to gain undue advantage. To overcome the 
limitation, the researcher provided the introduction letter from Management 
University of Africa as an evidence and an assurance that the study was only 
addressing academic goals. Thus, a need to carry out the research without the cases of 
suspicion as to where the data was meant for use. 
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4.2.2 Uncooperative Respondents  
It was noted that some respondent were initially not willing to cooperate due to their 
busy schedules that they were undertaking at the time when the researcher was 
expected them to fill the questionnaire. To overcome the challenge, the researcher 
visited the management early enough and secured permission to be allowed to collect 
the data. This enabled the researcher to overcome the challenge and managed to 
secure the chance to collect data by distributing questionnaire early enough to 
enhance that needed convenience. 
 
4.3 Chapter Summary 
This chapter focused on analyzing the data obtained from data collection instruments. 
The chapter had the following arrangements; the introduction showing what the study 
was all about, the presentation of findings showing the response rate, the analysis 
showing information about respondents that participated in the study such as their 
gender, their highest level of education and their work experience. The research 
further focused on evaluating the effects of organization structure, change 
management technique, organization culture and leadership style. The chapter further 
addressed the limitation of the study being the challenge on confidentiality of 
information and uncooperative respondents.  
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    CHAPTER FIVE 
 SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
5.0 Introduction 
This chapter provides the major findings, recommendation and, conclusion of the 
study. 
 
5.1 Summary of Findings 
5.1.1 The organization structure and implementation of human resource 
strategic plans  
It was established from the findings that there was clear task divisions among 
employees during implementation of HR strategic plans, this meant that by dividing 
tasks, employees were able to specifically focus on roles they can each deliver. The 
analysis revealed that there was adequate delegation of authority which enabled 
implementation of HR strategic plans, thus, managers were delegating some of the 
authorities to their juniors. The study also found that the specialization of work 
enhances maximum employee input in implementation of HR strategies in the 
organization. The study also found that the organization had suitable structure which 
enables strategy implementation. 
 
5.1.2 The change management technique and the implementation of human 
resource strategic plans  
The analysis revealed that there is adequate time allocated to change management 
which allows implementation of HR strategic plans in the public organizations, 
therefore, organization strived to ensure adequate time was allocated to change 
management in order to have the transition period felt by each personnel in this public 
organization. The study found that management had promoted awareness of handling 
change management to drive implementation of HR strategies. The knowledge on 
critical issues of managing change contributed to implementation of HR strategic 
plans, thus the management had a responsibility to share widely among the employees 
on the critical issues that employees were supposed to know in order to help promote 
successful implementation of HR strategic plans.  
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5.1.3 The organization culture and implementation of human resource strategic 
plans  
From the study findings, organization culture did not place high value on innovation 
that encourages employees to take risks for implementing HR strategies. Therefore, 
management in this organization had not given great support towards innovation. In 
other findings, it was strongly agreed that culture is aligned to the mission and 
organization values which promoted effective strategy implementation, therefore, by 
continuously recognizing the value of culture through mission in this organization, the 
management stood a chance to experience major support from employees while 
implementing HR strategic plans. The organization culture of team work result in 
quicker implementation of HR strategies, there was increased chance that the 
employees would share roles or tasks with sole purpose of achieving goals on HR 
strategic plans. It was also noted that support network in this organization contributed 
towards effective strategy implementation, support network guided by the leadership 
in place was expected to help employees understand how new roles on HR strategic 
plans were to be executed. Therefore, by availing good support network was bound to 
support successful implementation of HR strategic plans. 
 
5.1.4 The leadership style and implementation of human resource strategic plans  
The study found that ability of the leaders to communicate to employees had a 
positive change to implementation of HR strategies in the organization. This implied 
that an organization that successfully implements HR strategic plan must have had a 
good leadership in place who guides the implementation process. It was established 
that participative leadership boosts employee morale when implementing HR strategy, 
a revelation that leaders were supposed to play a significant role of boosting morale of 
employees so that they can put in more effort to collectively achieve the goal of HR 
strategic plan implementation. The leaders that did not enjoy employee support failed 
to achieve success in implementations of HR strategy in the organization. This was a 
revelation that some employees may support their leaders but may not necessarily 
work as the leaders suggests or expects, this was found to be a threat towards 
successful implementation of HR strategic plans. It was found that leaders displayed 
performance focus to win trust of other employees towards implementing HR 
strategies, leaders were determined to display total focus towards harnessing the 
energy needed to help in successful implementation of HR strategic plans. 
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5.1.5 Implementation of Human Resource Strategic Plans in Public Sector 
From the findings, strategic plan for human resources ensures effective utilization of 
human resources. Strategic plan promotes utilization of resources. The study further 
revealed that strategic plan for human resources enables monitoring of results to 
stimulate change. This implied that change was likely to be stimulated in cases where 
through monitoring of results can help the organization to know which direction it has 
taken towards achieving HR strategic plan. Majority strongly agreed that the 
organization effectively achieves its HR Strategic goals which promotes achievement 
of organizational objectives. This implied that this was in position to achieve its 
strategic plan if major factors that affected them were put in check such as 
organization structure, organization culture, leadership and change management. 
 
5.2 Recommendations  
The study recommends that the management of Kenya Roads Boards should ensure 
that there is clear task divisions among employees during implementation of HR 
strategic plans so that by dividing tasks, employees would be able to specifically 
focus on roles they can each deliver during the implementation of strategic HR plans. 
Other public organizations should also consider delegating some of the roles to free 
up their engagement so that they can focus more on value adding tasks that promotes 
successful implementation of human resource strategic plans. 
 
The study recommends that the management of Kenya Roads Boards should ensure 
that they consider the major factors that contribute to employees supporting change 
management. Some of the factors to be factored in may include adequate employee 
involvement during planning of HR strategies; they should also consider putting up 
clear communication so that they are able to access information needed to support the 
implementation process. As noted in the findings, in the situations where the 
management prepares their employees well and happens to introduce change, there 
was likelihood that they would experience total success during the implementation 
process. 
 
The study recommends that policy makers should ensure that they learn and 
understand the existing culture that is conducive for the smooth implementation of 
HR strategic plans. The management should cultivate a culture that allows team 
working, a culture that recognizes the creativity and innovations that may contribute 
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to implementation of HR strategic plans. The existing culture should be incorporated 
fully in order to avoid cases of resistance to change. 
 
The management can adopt leadership styles such as democratic style and 
participative leadership which allows employees to provide their input towards the 
implementation process. The study also recommends that other researchers should 
consider exploring this area of study in order to come up with some research gaps that 
may not have been filled. 
 
5.3 Conclusion  
The conclusion derived from the study on organization structure is that clear task 
divisions, adequate delegation of authority and work specialization ensures HR 
strategies are implemented to the latter and that set targets are achieved.  
In change management technique, the study concluded that there is adequate time 
allocated to change management which allows implementation of HR strategic plans 
in public organizations. The study also indicated that knowledge on critical issues of 
managing change contributed to implementation of HR strategic plans.  
 
The study concluded that in organization culture, innovation, teamwork, mission and 
value alignment are important in ensuring that HR strategies are accomplished and a 
culture which is conducive should be created and nurtured.  
 
The ability of the leaders to communicate to employees had a positive change to 
implementation of HR strategies in the organization. The study noted that the 
participative leadership boosts employee morale when implementing HR strategy 
plans. Thus, leaders played a significant role of boosting morale of employees so that 
they can put in more effort to collectively achieve the goal of HR strategic plan 
implementation.    
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   APENDIX II: QUESTIONNAIRE 
Please fill the questionnaire by ticking or giving some explanation where appropriate.   
The study is based on “factors affecting implementation of human resource 
strategic plans in public sector in Kenya, on a case of Kenya Roads Board”. The 
information provided is for academic purpose only and will treated as very 
confidential. 
 
   SECTION I. GENERAL INFORMATION 
Please tick where appropriate. 
PART I:  GENERAL INFORMATION 
1. Gender:  
 Male     {    }           
 Female     {    }   
2. Highest Level of Education 
 Secondary    {    }           
 College     {    }        
 University    {    }      
 Post Graduate   {    }  
3. Work Experience of Respondents 
 Less than 1 year    {    }          
 1-6 years     {    }          
 7 – 11 years   {    }  
 12-16 years  {    } 
 Over 16 year   {    }           
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SECTION II: ORGANIZATION STRUCTURE  
4.  The following rating of choices are based on a scale of 1-5.  The study seeks to 
establish the effect of organization structure on implementation of human resource 
strategic plans in public sector in Kenya. 
 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 - Indecisive, 4 – Disagree, 5 - 
Strongly Disagree 
 
Narrations 
1 2 3 4 5 
There is clear task divisions among employees  during 
implementation of HR strategic plans      
There is adequate delegation of authority which enables 
implementation of HR strategic plans 
     
The specialization of work enhances maximum employee input in 
implementation of HR strategies in our organization 
     
Our organization has suitable structure which enables strategy 
implementation 
     
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
57 
 
SECTION III: CHANGE MANAGEMENT TECHNIQUE 
5. The following rating of choices are based on a scale of 1-5.  The study seeks to 
establish effect of change management technique on implementation of human 
resource strategic plans in public sector in Kenya. 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 - Indecisive, 4 – Disagree, 5 - 
Strongly Disagree 
 
Statements 
1 2 3 4 5 
There is adequate time allocated to change management allowing 
implementation of HR strategies 
     
The management has promoted awareness of handling change 
management to drive implementation of HR strategies 
     
Knowledge on critical issues of managing change contributes to 
implementation of HR strategy 
     
Employees do not resist change because they are adequately prepared 
for change 
     
 
SECTION IV: ORGANIZATION CULTURE  
6.  The following rating of choices are based on a scale of 1-5.  The study seeks to 
establish effect of organization culture on implementation of human resource strategic 
plans in public sector in Kenya. 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 - Indecisive, 4 – Disagree, 5 - 
Strongly Disagree 
 
 
Statements 
1 2 3 4 5 
Our organization culture places high value on innovation that encourages 
employees to take risks for implementing HR strategies 
     
Our culture is aligned to our mission and organization values which 
promotes effective strategy implementation.  
     
58 
 
Our organization culture of team work result in quicker implementation of 
HR strategies 
     
The support network in this organization contributes towards effective  
strategy implementation 
     
 
 
SECTION V: LEADERSHIP STYLE  
7.  The following rating of choices is based on a scale of 1-5.  The study seeks to 
establish effect of leadership style on implementation of human resource strategic 
plans in public sector in Kenya. 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 - Indecisive, 4 – Disagree, 5 - 
Strongly Disagree 
 
Statements 
1 2 3 4 5 
Ability of leaders to communicate to employees has a positive change to 
implementation of HR strategies in our organization 
     
The participative leadership boosts employee morale when implementing 
HR strategy  
     
The leaders that enjoys employee support achieves success in 
implementations of HR strategy in our organization 
     
Leaders display performance focus to win trust of other employees 
towards implementing HR strategies 
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SECTION VI: Implementation of Human Resource Strategic Plans in Public 
Sector in Kenya 
7.  The following rating of choices is based on a scale of 1-5.  The study seeks to 
examine implementation of human resource strategic plans in public sector in Kenya. 
 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 - Indecisive, 4 – Disagree, 5 - 
Strongly Disagree 
 
Statements 
1 2 3 4 5 
Strategic plan for human resources ensures effective utilization of human 
resources. 
     
Strategic plan for human resources enables monitoring of results to 
stimulate change 
     
Our organization effectively achieves its HR Strategic goals that promotes 
achievement of organizational objectives 
     
 
 
Thank you for your participation 
 
 
 
 
 
